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ABSTEACT 

Rather than purporting to be a definitive study in 
data gathering techniques for federal and state regulatory agencies^ 
this paper is a systeifis approach for gathering data for affirmative 
action utilization availability analysis and for setting goals and 
time tables at a large university. The system is essantially for a 
large university setting but cculd be adapted to other types of 
educational institutions. The section dvealing with laws and orders 
regarding egual employment opportunity offers a modicam and synthesis 
of lost of the mandates^ executive orders^ and acts that offer 
guidelines and pertinent inf orsia tion* The sfstesas and PERT charts are 
given with sufficient detail for in-^depth study* It is hoped that the 
paper will provide a basic understanding of the conplexifies involved 
in gathering data for federal and state regulatory agemcies dealing 
with affirmative action* (Author^T.BR) 
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lot rp duct io n 

Undar Public Laws 88-352, Title VII of th^ CitVJl Rights Act 1964, as 
amandad by th^ Equal Employmdnc Oppartunity Acit of 19 72,^ all institutions af 
higher aducation both public and private that have 15 'or rtiore employees are 
required to keep r'acords and to mala such liiparts bi^^^nni^iily to the Equal Einploy 
meat Opp^orL unity Comniission as ate s pacified in: the regulatiDn of the Commission 

Until the 1972 amendments , Titla VII did not: apply to educacioTial and the 
Equal Pay Act did not covgr prof essior.al amd administrative personnel. Although 
e mp lo y me n t d. i s c r irn in a 1 1 uti has been x u 1 e d by courts to hu prohibited by the 
Civil Riglit.s Acts of 1866 and 1870 and the Equad Protection Claiuse of the 14th 
Amendmients to the cons t itution^ this spectra parsiflts to plague not only the 
private sector but also plagoe our tnost ^sacred cow' our educational systero* 

It is hoped thait through a utili^ration availability aiialysls; it will be 
possible to identify some of the major areas of under^uit 11 lEatlorn and thtrougb 
the Sietting of serious ineasurable goals' and reasonaible tlTO tables for 
achieving them that the problem of under^^utillxatlon can gain the atiCfmtion 
needed to rectify the problem. The jmin purpose oi a sy& terns approach to 
gathar data should be to develop goials arad time tables to tar get on utilization 
of minorities, males, and females in each area ^here; under^otllization has beein 
idenCi f led* 

The foliowifritg report ls> an attempt to systematiEa and to c^stabllsh a 
* system' approach toward f acilltatinjg the herculem taak at :^;af'hering data to 
implement a utiligat ion availability analyslB and to sot goals and time tables 
at a large un i ve r b i t y . 

ObJ fict ives 

1^ To establish a sfcrong ingtity tiorial policy and comrndtnieot toward 
equal eimploy merit opportunities 
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2. Analyze present work force to identify job, department, and units 
where minorities and females are under^-uLilized 

3. To set specific measurable attainable hiring and proniotlon goals with 
target data, in each area of under^-utillzation 

4. Review and revise all employment procedures to assure that they do 
not have discriminatory effect and that they help attain goals 

5. Focus on getting minorities and females in upward mobility and relevant 
training tracts where they had no previous access. 

6. Develop systems to monitor and ineasure progress regularly 

7. Td determine seKual make up, ethnic origin^ rank., and level of 
era:ployment of faculty, administrators , and staff of the institution 
in order to determine under-utilizatlon of minorities aiid females 

8. To set goals and titne tables for one and three year periods 

9. To prepare all needed data for federal and state regulatory agencies 
10* To^ determine where policies and practices have had the effect of 

denying equal employment opportunities and benefits to certain 
groups of persons on a discriminatory basis 
11. to identify where^-over concentration of certain groups occupy the 
work force* 

Bas ic A^ss uropt Ions 

1. The setting, for the iinplenientlng of the 'system' in a large university* 
2* The university lupon acceptance of this utilisation availability analysis 

and goals and time tables will take positive action to correct any 

deficiencies* 

3. A computer system for setting up and gathering data lor the purpose 
of conducting an affirmative action utilization availability analysis 
exists at the university. 
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4. The institution's philosophy, goals, and objeccives are in accord 
with the affirmative action's philosophy, goals,, and objectives. 

5. The affirmative action staff involved in the utilization availability 
analysis is experienced and knowladgeable with the utilization 
availability analysis process* 

6. The equal opportunity officer and his or her staff recognizes and 
appreciates the sys tarns approach to the implementation of the 
utilization availability analysis and that it is a very practical 
and effective m^ans of dealing with the complex problems encountered 
in the implamentation. of s-uch a system- 

7. The utilization availability analysis will provide the basis for 
the estabiishtnent of goals aiid time tables to correct under'- 
utilization which may exist. 

8. The flow chart activities v?ill provide a systematic method for 
initiating a ytilization availability analysis delivery system. 

De £ initio n o f Te r ms 

U nde^- utiliaatlon is defined as having fewer minorities and women in a 
particular otccupatlonial classification than would reasonably be expected by 
their availability., 

Goal^ and Tlrie Tables As part of the affirmative action obligation, 
Revised Order Ko . 4 requires a contractor to determine whether women and 
minorities are under-^uEilized in its employee work force and if that is the 
case to develop aa a jpart of its affirmative action program specific goals and 
time tables designisdj to overcome that under--utilization» 

Equal Opp cirtmity Director — The person reaponsible for the implemantation 
and continuation of the philosophy ^ goals, and objectives of the affirmative 
action plan% 
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Equal Op portunit y Staff ~ The two graduatas and the one undergraduate 
student interns working in the equal opportunity office.. Thesa interns are 
working on a part- time basis* 

Commission — Refers to the equal employment opportunity commission esta- 
blished under Title VII of the Civil Rights Act of 1964, 

OFCC Refers to the Office of Federal Contract Compliance^ U.S. 
Department of Labor, established to implament EKecutive Order 11246 (as 
aniendud) , 

OCR " Refers to the Office for Civil Rights of the Department of 
Health, Education, and Welfare established to enforce Title VI of the Civil 
Rights Act of 1964 (P.L. 88-352), Title IX of the Education Amendinencs of 
1972 (P.L. 92-318), the ComprehenBive Health Manpower Training Act of 1971 
(P.L- 92-157), as amended by Public Law 93-348, and the Nurse Training Act of 
1971 (P.L, 92^158). 

Higher Education Reporting Committee — Representing the Coimnission, 
OCR of HEW, and OFCC for the purpose of administering this; reporting systam. 

Workforce Analysis A listing of each job title as appears in applicable 
collective bargaining agreements or payroll records (not job group) ranked 
from the lowest paid to the highest paid within each department or other similar 
arganizational unit including departmental or unit supervisor. 

Prime Contractor — Any employer having a government contract of any 
federally assisted construction contract or any employer serving as a 
depository of federal government funds. 

EEQ-6 " On May 29, 1975, the Equal Empldyment Opportunity Cominlssion 
published in final form the Higher Education Staff Information Report (EEO-6) , 
a joint requirement of the EEOC, Office of Civil Rights, HEW, and the Office 
of Federal Contract Compliances. This report requires centain job groupings 
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within EEO-6 primary occupational activicies by wage or salary intarvals. To 
inlnimize workload for the university ^ an acceptable metliod of arranging data 
is by title ^ by appropriate organizational unit withiii these EE0^6 categories, 

Utill zatj-^n Analysis Such an analysis consists of combining non--stu- 
dent job titles into job groupins, determining the availability of minorities 
and women for aach group, in light of skill requireinencs , recruitinent area, 
promotable individuals, etc., and then determining if minorities and women in 
job groups correspond to their availability. 

Affirmative Action Requires the contractor to do more than ensure 
aTnploytnent neutrality with regard to race, color, religion, sex, and national 
origin* The employer muse make additional efforts to recruit, employ j and 
promote qualified members of groups formerly excluded, even if that exclusion 
cannot be traced to discriminatory action on the part of the employer. 

Equal Opportunity " The right of all persons to work and to advance on 
the basis of merit, ability, and potential. 

Laws a nd Orde rs Requi ring Eq ual Employment O pport unity and Affirmative Action 
1, Title VII of the Civil R ights Act of 1964 (as ainended by the Equal Employ-- 
ment Opportunity Act of 1972). 

Title VII prohibits discrimination because of race, color, religions 
sex, or national origin, in any term, condition or privtlege of employment 

The Equa l Employment Opportunity Ac t of 1972 greatly strengthened th 
powers and expanded the jurisdiction of the Equal Employment Opportunity 
Commission (EEOC) in enforcement of this law. 

As amended, Title VII now covers i 

~ All private employers of 15 or more persons 

" All educatir ! institutions, public and private 

— State and locail governments 

" Public and private employment agencies 



~ Labor unions with 15 or more members 

Joinc labDr-management committees for apprenticeship and training, 

EEOC receives and investigates job discrimination complaints ^ and 
when it finds reasonable cause that the charges are justified^ attempts j 
through conciliation, to reach an agreenierit eliminating all aspects of 
discrimination revealed by the invescigatlon* If conciliation failsj the 
1972 AmendmenCs give EEOC power to go directly to court to enforce the law. 
Among other important strengthening provisions j the 1972 Act also provides 
that discrimination charges may be filed by organiEat-lons on behalf of 
aggrieved individuals,, as wall as by einployees and job applicants them- 
selves (The latter may also go to court directly to sue employers for 
alleged discrimination actions* ) 

With these new powers ^ EEOC legal actions against employers 
violating the law will increase rapidly and significantly • Five new 
regional litigation centers have been establlshedj with substantial 
legal staff to provide more rapid and effective court action. 

The certainty of increasad legal action, and consistent record of 
court^required affirmative action to remedy discrimination found under 
Title VII, emphasizes the advantage to you, as an employer^ of instituting 
an effective affirmative action prograTn voluntarily and speedily. 
Executive Order 11246 (as amended by Executive Order 11375). 

This Order issued by the President in 1965, requires Affirmative 
A ction Programs by all Federal contractors and subcontractors and requires 
that firms with contracts over $50,000 and 50 or more employees develop and 
implement written programs, which are monitored by an assigned Federal 
compliance agency. 

Specific requirements for such ''result-oriented-* programs are spelled 
out in Revise d Order Hu* 4 issued by the Office of Federal Contract 
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'Compliance, U.S, DepartTnenC of Labor. These requirenients include identifying 
areas of ininority and female "underutilization, numerical hiring and proTnotion 
goal% and other actions to increase minority and feinale employment in job 
classifications where they are currently underutilized. 

Firms found not in compliance with Order No. 4 may face termination 
or cancellation of contracts or be barred from future contracts* 

Requirements of Order No. 4 are similar to court Interpratatlons of 
Title VI I requirements. 
3 . The Eq_ual Pay Act of 1963 

Requires all employers subject to che Fair Labor Standards Act (FLSA) 
to provide equal pay for men and women performing siniilar work. In 1972 
coverage of this Act was extended beyond employecis covered by FLSA to an 
estimated 15 million additional executive^ administrative and professional 
eniployees (including acadeniic? administrative personnel and teachers in 
elementary and secondary schools) and to outside salespeople* 
^ - The Ag e Di-^crlmination in Em ployment Act of 1967 

Prohibits employers of 25 or more persons from discriminating against 
persons 40^65 in any area of employment because of age* 
5 . Title VI of the Civil Rights Act of 1964 

Prohibits discrimination based on race, color or national origin in 
all programs or activities which receive Federal financial aid. Employment 
discrimination is prohibited if a primary purpose of Federal assistance is 
provision of employment (such as apprenticeship ^ training, work-study, or 
similar programs). Revised Guidelines adopted in 1973 by 25 Federal 
agencies prohibit discriminatory employment practices in all programs if 
such practices cause discrimination in services provided to program 
beneficiaries. This could be unequal treatment of beneficiaries or In 
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hiring or assignment of counsellors, trainers, faculty, hospital staff, 
social WDrkers or ochers in organiEations receiving Federal funds. Although 
Title VI does not explicitly bar sex discrimination, various Federal 
ageacies have prohibited such discrimination in ;heir own regulations* 
State and L ocal Laws 

Mariy state and local governnient laws prohibit employment discrimination. 
When EEOC receives discrimination charges, it defers them for a limited 
tinic period to certain state and local agencies with comparable jurisdiction 
and enforcement sanctions. Determination of which agencies raeet this 
*Meferral" standard is a continuing process. PrDceduras of these agencies 
and their requirements for affirmative action vary^ but if satisfactory 
reniedies are not achiaveds charges revert to EEOC for resolution. In any 
case, employers should be familiar with requireinents of their local laws* 
The Nat ional Labo r Relations Act and Related Laws 

Discrimination on the basis of race, religionj or national origin 
may violate rights arising under these laws. It may be unlawful for 
employers to participata with unions in the cotmnission of any discriininatory 
practices unlawful under these Acts, or to practice discrimination in a 
manlier which gives rise to racial or other divisions aniDng amployees, to 
the detritnent of organized union activity; or for unions Co exclude 
individuals dlscriminatorily from union memberships thereby causing them 
to lose Job opportunities, to discriminate in the representation of union 
members of non-members in collective bargainingi in processing of grievances , 
or in other respects, or to cause or attempt to cause employers to enter 
into discriminatory agreements or otherwise discriminate against union 
members or non^members* 
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8 • Title IX, Educ ation Aniendinentg Act of 19'72 

In addicion to extending coverage of the Equal Pay Ac^ prohibits 
discrimination on the basis of sex against gmg^oyges or students of any 
educational institution receiving Federal financial aid. Provisions 
covering students are similar to those of Title VI of 1964 Civil Rights 
Act. 

9. Other Laws 

Employrnent discrimination has also been ruled by courts to be 
prohibited by the Civil Rights Acts of 1866 and 1870 and the Equal Protection 
Clause of the 14th Amendments to the Constitution. Action under these laws 
on behalf of individuals or groups may be taken by individuals ^ private 
organizations, trade unions, and other groups. 
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Documentation of Systems 

Cell 1 " The philoBophy, goals , and Dbjectives of the institJ^tion are 
effected by the milua in which it exists. The factors that affect th^^ iiistitution 
philosophy, goalSs and objectiveB toward conducting an afflroiatlve action ucill-- 
zatlon availability analysis, and the setting of goals and time tables Mre input 
for the setting up of the necessary conditions by the institution. Input f om the 
President t Academic Vice President, Governing Board, Equal Opportunitjr Coordinatoi 
the Equal Opportunity Council, and the Equal Opportunity Director are of priM 
importance to facilitate the gathering of the mandated data. 

A joint reporting committee will represent the federal regulatory agencies: 
The Office of Civil Rights (ORG) of HEW, the Office of Federal Contract Compliance 
(OFCC) of the Department of Labors and the Equal Employment Opportunity Cotnmisslon 
(EEOC) , 

State regulatory agencies such as the State Civil Rights Goinmission and 
the State Equal Opportunity Coordinator ^111 also have an effect on the types 
of data which will have to be gathered, 

Cells l.Ij 1.2. rind 1,3 — Communications, Human RelationSi and 
Personal Assed.>..U'ii t 'Mk luvi^o important factors that are essential throughout 
the process. 

Cell 2 ^ — It is imperative that the university's chief executive's 
attitude be positive toward affirmative action and should be publicized to all 
university personnel. The chief eKecutlve will make every effort within the 
authority and resources granted to him or her to insure that the institution not 
only complies with the law oC the land but prosnotes and affirms in action arid 
deeds its Intent, The Pr^^sident recslves recommendations from the 10 Council 
and in turn recommends to the Governing Board policy Tfclative to equal 
eroployment opportunityi 

16 
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Call 2.1 ~ The £0 Dltactor rep^orts to Che Academic Vice Prsesideiitt: for the 
purposes of keeplog him informed on the progress of the af firnBatlva actlom plan. 
The Academic Vice Preaidenit^s dacisiona and recommerdatic^iiis are appealed throagh 
the Presidlent to the Covarsiiing Board » 

Cell 2.2 — All decisions and actions coaceming the affirmative action 
plan including the system used for the gathering of data tor the purposes of 
conductliDg the utilisation analysis and the setting of goals and time tables 
must be approved by the Governing Board* 

Cell 3 The Director shall be resptJnslble for d/evelopit^l and implementing 
a systern of internal and e^cternal cotranunications about the program™ He/she will 
organize and monitor a program evaluation ajfstem in ©rder to provide the 
President i the Governing Board, Federal and Stat# Regulatory Agencies with 
requested reports and inforaation. Another important activity^ will be to 
coordinate and supervise the efforts of all adniinistrative units in achieving 
the goals of the plan* He/she discusses with unit administrators , the esta- 
blishment of reasonable goals and time tables for their unit. Identifying 
and informing minorities and women about recruitment sources and about employ'- 
ment or^ortunities at the institution is a prime function of the Director* 

The Director receives audit reports from the Equal Opportunity Council 
along with reports from the Equal Opportunity Coordinators which enables the 
Director to evaluate the prqgrain. 

Cell 3.1 " The Equal Opportunity Council shall make policy recoimandationi 
to all groups and administration involved in the Affirnmtiva Action Program. It 
shall review the action taken related to equal employment opportunity and advise 
the Academic Vice Presidant and the President as to recoraiendatlona for remediation 
in instances where good faith actions are not apparenC. Thm Council acts 
appeals related to decisions of the Equal Opportunity Director; decisions of the 
Council are appealed through the President to the Governing Board. 

ERIC ^ ' 
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Cell 3.2 — The Equal Opportunity Coordinator shall be responsible for 
sup«Evislag the AriirmaLive Action Program in thair unit:* for data collection 
and subnilssion of reports required by tbe Equal Opportufilty Director. 

Call 4 A joint meeting will be held to discuss the approach to 
gathering the appropriate data mandated by the federal and stat# regulatory 
agencies. Three Bubject areas will be discussed— 'EEO-65 the TOrkforc© analysis 1 
and the utili^iation analysis. 

Cell 4^1 " To corapiy with fed/eral mandates the EEO-6 will be used as a 
format amd guidig to eollect data, Th© work force array will be shown by salary 
steps within each title category. Two major groijiplngs of jobs will be iconsidered 
Faculty arid other Inscructional Staff and Non=-Instr7uctiO'nal Positions* 

Cell — A workforce analysis Is basic to the adequacy of any program,, 
and forms the foundation from which the university develops its subsequent actions 
The wrkforce analysis mandated by che EEO-6 will be utilize<di' to categorize data. 

Cell The format is outlined for the utiliaatlon availability analysis 

Cell 5 ~ Under Public Law 88-352 , Title VII of the Civil Rights Act of 
19645, as amended by the Equal Employment Opportunity Act of 1972, all institutions 
of higher education both public and private that have 15 or more employees are 
rcaqulred to keep records and to make reports -bieanially to the Equal Eniployment 
Opportunity Coraiission as are specified in the regulatloris of the Gomission, 

In the interest of consis^tencyi uniformity, and economy, the EE0-'6 has 
been developed to meet most of the basic compliance reporting needs of various 
federal government agencies that have responsibility 'w±th respect to aqual 
employment opportunity. The form rEF0^6) should also serve as a valuable tool 
for use by the institutlona in evaluating their own progra^ms for insuring equal 
eniployment opportunity. The filing is not voluntary- The Higher Education 
Reporting Ccrainittee adrainistiirs thla reporting system,, 
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Cell 5.1 Categorizing of position levels by numbers. 
Cell 5.2 Coinpiling of notebook of proof. 

Cell 6 The Equal Opportunity Director daterEni\nes and assigns woirk 
activities and (data gatliering assignments to the Equal Opportunity Staff. 
Because of the bulk of information which must be gathered in order to comply 
with the requests of the federal and state regulatory agencies^ the work load 
must be divided in order to obtain maximum utilization of the staff interns 
working in the Equal Oppprtuntty, Office, 

Cell 7.1 In order to be effective and efficient ^ it will be mandatory 
that EO policy statements be dlSBemlnated and documented. The means utilised 
ehall include the foillowing aed shall be audited to be sure they are accurate. 

a. A description of th© program will be distributed to all university 
personnel throMgh the faculty newspaper* 

b. Reference to the Equal Oppartunity Policy will be incorporated into 
all recruiitment brochures , bulletins , and other related information 
and promotional literature. 

c. Reference to the Equal Opportunity Policy will be made on all purchase 
ordersj leases, and contracts* 

d* Pogters setting forth the equal opportunity policy and the name of 
the Equal Opportunity Director with .a statement Indicating that any 
general or individual policies and praGtices which may be discriminatory 
should be called to the attention of the Director; such posters will 
be on permanent display on bulletin boards in each campus building,, 
and a record will be kept on the location of each so that posting can 
be monitored on a quarterly ibaii®. 

e. Reference to the Affirmative Action Program will be concained in the 
State Classified Handbook and the Academic Faculty and Administrative- 
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Professional Staff mrinual vrhich will be made available to all new 
employees. 

f. Articles and news releases to public inadia indicating the equal 

opportunity policy and providing progress reports toward goals will 
be prepared every six months* This report will include time tables, 
opportunities I and oytcomes of d^ecisions* 

Progress reports toward achiavement of equal opportunity goals will 
be made ^-^xy siK nionChs to the Coveriiing Board, 

h. Each atel:\4^trative urtit in the University will maintain and niake 
available to all who reqaest to receive it a copy of the revised 
Affirmative Action Program of the University, 

i, In-'service progranis will be established annually for all deans, 
directors » and deparcraent heads to review affirmative action procedures. 

J* Copies of the university affirmative action program will be 

disseminated to those national offices which cooperate with the 
university in the recraitiment effort. 
Cell 7.2 ^^-^ CDdirig univeratty classification to conform with availability 
categories and assigning common numbers so the computer can return utiligation 
statistics on which to base goals and time tables. 
Cell 8 — Systams Analyst* 

Cell 8^1 AnalyzB specif icattons for computer program. 
Cell 8^2 — Content of data files* 

Cell 8.3 ™ Determitie how to organize data no comply with federal and 
state recording reqairemeffits , 
Cell 9 — Procassed Data 

Cell 9^1 ™ Personnel data base determined. 

Cell 10 — Prellffiinary CompuCer Printout Analysis 
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Cell 10,1 The analysis of the computer printout data is analyzed by; 
a. Equal Opportunity Director 

Equal Opportunity Staff 
c* Systems Analyst 

d. Department of Health, Education, and Welfare Staff* 
Cell 11 ^ — Meetings to include the following i 
a* Equal Opportunity Director 

Equal Opportunity Staff 
c. Systems Analyst 

d* Departmant of Health, Educations and Welfare 
Cell 11>1 Review of all preliminary data* 

Cell 11,2 — Decide on a forinal and consistent analysis procedure by 
which to set goals and time tables* 

Cell 11,3 — Identify present areas and levels of employment by ethnic 
group and by sex, 

Cell 11. A "^-^ For each of the job groups for both faculty and non=-instruc 
tional posit lone j a comparison will be made of the percentage of each minority 
and total women available in the appropriate recruiting area having requisite 
skills for the group compared, Whanever the percentage of such persons avails- 
able in that job group is lass than the percentage available within the 
applicable labor area, the affirmative action program must specifically state 
under^utlllzation exists In that group. 

Cell 11,5 — SubmtasiOB of EEO-6 Reports to the Department of Health, 
Education p and Welfare 

Cell 12 — Final minority and female utlXiEatlon analyais received 

Cell 12. 1 — Discuss and decide on consistent interpretation of data by^ 

a. Equal Opportunity Dirfcctor 
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Equal Opportunity Staff 

c. Systems Analyst 

d. Departinent of Health, Education, and Welfare Staff 

Call 13 ~ For each of the job groups for both faculty and non-instructional 
positions J a comparison must be made of the percentage of each minority and total 
women availabla in the appropriate recruiting area that have requisite Bkills for 
the group compared. Whenever the parcentaga of such persons available in that 
job group is less than the percentage available within the applicable labor 
area, the affirmative action program must specifically state that under-- 
utiliEatian exists in that group- 
In order to determine whether minorities and women are being under^ 
utilized in Job groupSj the contractor will consider the following factors i 

a. The ininority and women population of the labor area surrounding 
facility. 

b. The size of the minority and women unemployment force in the labor 
force in the labor area surrounding the facility* 

c. The percentage of the minority and women work force as compared with 
the total work force in the Immediate labor area, 

d. The general availability of minorities and women having requisite 
skills in the immediate labor area, 

e. The availability of minorities and women having requisite skills in 
an area ^in which the contractor can reasonably recruit* 

The availability of promotable and transferable minorities and women 
within the contractor's organization. 

The eKistence of training institutions capable of training persons 
in the requisite skills, 
h* The degree of training which the contractor is reasonably able to 

undertake as a means of making all Job classes available to minorities 

^1 and women* QQ 
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Where under-utlLization exists and the increase in Che number of persons 
in a group necessary to aliminate under-utilizariion is .5 persons or greater, 
each program must contain goals which satisfy each of the following requirements 

Ultimate Goals " An ultimate goal must be established for each job 
group in which under-utllizatlon eKlsts afid must be designed to correct the 
under^utiliEation by the application of every good faith effort. The ultimate 
goal must be stated as (a) a percentage of the total employee in the job 
group and must be equal to the percentage of fninorities or women available for 
work in other job groups In the applicable labor market and (b) a whole number 
representing this total minorities and total women necessary to be employed to 
reach full utilization. A single goal for minorities for each job group is 
acceptable unless through the university's evaluation it is determined that 
one minority Is under^utillzed in a substantially disparent manner to other 
minority groups * in which separate goals and time tables for such minority 
groups may be required individually* It may further be required where appro- 
pri^ice that separate goals be established within the minority group by sexj 
or where statistically indicated male or female goals may be set. 
Cell 13a ~ By College 



Cell 


13. 


2 — 


By 


Departinent 


Cell 


13. 


3 — 


By 


Level of Assignment 



Cell 14 " a. The goals and time tables developed by the institution 
should be attainable in terms of the institution analysis of the 
deficiencies and the entire afflrmatit?e action prograin* Thus, in 
establishing the slge o£ the goals and the length of the time tables, 
the institution should consider the results which could reasonably 
be expected from putting forth every good faith effort to make the 
overall affirmative action program work. 
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b. Involve personnel, staff, departntenti and division heads and local 

unit managers in the goal setting process. 

Goals should be significant, measurable s and attainable, 
d* Goals should be specific for planned results ^ with time tables for 

completion* 

Goals may not be rigid and inflexible quotas which must be met, 

but must be targets reasonably attainable by means of applying 

every good faith effort to make all aspects of the entire affirmative 

action program work* 
f. In establishing time tables to meet goals and commitments ^ the 

GontractQr will consider the anticipated aKpansionj contractor^ and 

turnover of and- in the work force* 
g- Goals, tlcie tables, and affirmative action conimitments must be 

designed to correct identifiable deficiencies* ^ 

h, Wliere deficiencies exist and where numbers or percentages are relevant 
in develDping corrective action^ the institution shall establish 

and set forth specific goals and time tables separately for 
tQinoritles and women* 

i. Such goals and time tables with supporting data and the analysis thereof 
should be a part of the institution's written affirmative action pro- 
gram and shall be maintained at each unit by the institution. 

Goals and time cables should be prepared and sent tot 

Cell 14.1 Appropriate Federal Agencies 

Cell 14.2 " Responsible University Officials 

Cell 14.3 " Administrators 

Cell 14.4 Appropriate State Agencies 

Cell 14.5 " Appropriate Minority and Women*s University Organisations. 
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Cell 15 ~ Because availability of minorities or women Is very low and the 
projected number of opportunities due to low turnover and lack of expansion for 
each year is limited* annual goals often result in small nuinbers. For each 
faculty and other instructional staff job group In which under-utilization 
eKiats, Che university must project rate of hiring and/or promoting minorities 
and women until under-utlllzation is eliminated. These rates will be established 
for three-year periods unless special circumstances such as expectancy of high 
turnover and significant availability warrent the eatablishment of shorter term 
inter Im goals. 

Cel_l_16 ~ Public relations to gain acceptance of findings and remedial 

action 

Cell 16.1 — Minority and women's organizations 

Cell 16.2 Deans 

C ell 16.3 Dapartment Heads 

. Cell 17 ~ Dissemination of Information to the University hyi 
Cell 17.1 — Equal Opportunity Director 
Cell 17,2 " Office of Public Information 
Call 17.3 — Instructional Faculty, Papers 

Cell 17.4 " Equal Opportunity Director's Six Month^s Report 
Cell 17.5 Equal Opportunity Director's Annual Eeport to the 
Governing Board, 
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1 

Docum entation of PERT 

1. Equal Opportunity Director organizas data gathering units. 

2, Meeting with HEW officials to be informed of mandatory data gathering 
process , 

3, Staff meeting to determine staff assignments, 

4. EEO-6. 

5, Work force analysis* 

6. Utilization availability analysis. 

7p Collect EO policy statements and document, 
8* Coding 
9* Systems Analyst 
10* EO Director 

11* Determine program for data processing* Data test base is determined, 
12. Test printout run. 

13* Printout is critiqued and program is finalized, 
14* Finalize printout received* 
15* HEW (representing OCR, EEOC) 
16* OFCC, and DOL OEO 

17* Director and Equal Opportunity Staff decide on consistent guidelines for 

data interpretation. 
18a, Preparation of goals and time tables 

18b* According to guidelines established dissemination to HEW, 

19, Planning of Public Relations program to gain acceptance of findings and 

remedial action. 
20* Public Relations ,with minorities' organizations* 
21* Public Relations with Deans. 
22. Public Relations with Department Heads, 

ERIC ^ ' 
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23. Dissemination of information to university by Equal Opportunity Director. 

24* Dissemination to Office of Public Instruction. 

25i Disseminate to university faculty newspaper. 

26* Prepare and publish findings in six month's report. 

27. Prepare annual report to Governing Board, 

S umma ry 

This paper does not purport to be a definitive study in data gathering 
techniques for federal and state regulatory agencies but is a 'systems- approach 
for gathering data for the purpose of conducting an affirmative action 
utilization availability analysis aiid a systems approach to setting goals and 
time tables at a large university. The system is essentially for a large 
university setting but with certain alterations and modifications could easily 
be adapted to other types of educational institutions. 

The section dealing with laws and orders germane to equal employment 
opportunity offers to the reader a modicum and synthesis of most of the mandates, 
executive orders, and acts which offer guidelines and pertinent inf ormatlon to 
the lay reader* 

The 'systems' and the PERT charts are not all encompassing because of 
the herculean nature of the processes but the essential details have been 
ellaborated upon to enable a further more detailed and In-depth study to be 
made if needed • 

It is hoped through the preparation of this paper a basic understanding 
of the complexities which are involved when gathering data for federal and state 
regulatory agencies dealing with affirmative action will be realised. Perhaps 
in the future equal amployment opportunities can truly become the **law of the 
land" not only on paper but will be practical in reality. 
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